Organizational cynicism of the research assistants: A Case of Akdeniz University  by Kalağan, Gamze & Aksu, Mualla Bigin
1877-0428 © 2010 Published by Elsevier Ltd.
doi:10.1016/j.sbspro.2010.03.777  
Procedia Social and Behavioral Sciences 2 (2010) 4820–4825
Available online at www.sciencedirect.com
WCES-2010 
Organizational cynicism of the research assistants:                        
A Case of Akdeniz University 
 Gamze Kala÷ana *, Mualla Bigin Aksub  
a Social Sciences Institute, Akdeniz University, Antalya, 07058, Turkey 
bFaculty of Education, Akdeniz University, Antalya, 07058, Turkey 
Received November 8, 2009; revised December 9, 2009; accepted January 20, 2010 
Abstract 
The purpose of this research is to define the organizational cynicisim by research assistants, and to make statistical comparisons 
based on selected demographic variables. The study is conducted on 214 participants in Akdeniz University. Data are collected 
with a five-point Likert-type scale developed by Brandes, Dhartwadkar and Dean (1999) within three subscales called 
“cognitive”, “affective”, and “behavioral ”. Findings show that organizational cynicisim in each subscale is perceived in different 
levels, the highest in “cognitive” sub-scale while the lowest in “affective” one. Organizational cynicisim are found statistically 
different in variables marital status, length of service, satisfaction of being a research assistant, and intending to leave employing 
organization. 
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1. Introduction 
The concept of organizational cynicisim based on the theories “expectancy, attribution, theory, social exchange, 
emotional events, and social motivation can be defined as “a negative attitude toward one’s employing organization: 
a belief that the organization lacks integrity; negative affect toward one’s employing organization; tendencies to 
disparaging and critical behaviors toward the organization that are consistent with these beliefs and affect” (Dean, 
Brandes and Dharwadkar, 1998). Andersson (1996) defines the organizational cynicisim as “a general and specific 
attitude, characterized by frustration and disillusionment and negative feelings toward and distrust of a person, 
group, ideology, social convention or institution”.  
Organization has the construtional, physical and economic conditions that are sufficent for effectiveness. 
However, unless people who are responsible for the maintaining the system are seen important, and their needs and 
expectations are taken into account, system can not be expected to work productively (Celep, 2000). Then, the 
employee has the negative attitute towards his/her organization. Therefore, cynicisim in organization may cause the 
employee to try negative experiences towards his /her organization, job, and eventually himself /herself in terms of 
beliefs, senses, and behaviours.  
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In the academic organizations where are the place produced scientific knowledge and teaching and learning 
services academics especially research assistants have some negative experiences. Some of them are as follows :   
(Ekinci, 2009; Hatipo÷lu, 2009; Yaman, 2007): being assigned by his /her supervisors in personal tasks more than 
academic works, being criticized instead of being appraised, insufficiency  of job definitions, not having security 
because of the temporary job, not voting and representing in the councils of university, lack of the finansal supports 
for improvement in the academic atmosphere, etc. Such negative situations make the research assistants be unhappy, 
and cause discredit towards the organization and colleagues (Yaman, 2007). In addition, a negatively change may 
occur in their view-points towards science.  
In the literature, there are relationships between organizational cynicisim and organizational politics, 
organizational justice, psychological contract violation, percived organizational support, organizational stress, 
organizational citizenship behavior, performance, job satisfaction, organizational commitment, alienation, emotional 
burnout (Abraham, 2000; James, 2005; Reichers, Wanous, and Austin, 1997; Treadway, Hochwarter, Ferris, 
Kacmar, Douglas, Ammeter, and Buckley, 2004). The researches conducted in Turkey generally investigates 
cynicisim levels in terms of personal and organizational characteristics (Efilti, Gönen and Öztürk, 2008; Erdost, 
Karacao÷lu and Reyhano÷lu, 2007; Güzeller and Kala÷an, 2008; Kasapo÷lu, 1992; Tokgöz and YÕlmaz, 2008; 
Tükeltürk, Perçin and Güzel, 2009). Several studies have examined the relationship between organizational 
cynicism and organization variables-and demographical variables. The theoretical background on the relation 
between demographics and organizational cynicism (OC) is very slim. Most of the studies that control for 
demographical variables found no significant effect of demographics on organizational cynicism (Cartwright and 
Holmes, 2006; Delken, 2004). The main purpose of this study is to define the level of organizational cynicism by 
research assistants. Research questions are the following: 
1. What are the levels of organizational cynicism by research assistants according to three sub-scales? 
2. Are there significant differences in the variables gender, marital status, age, length of service, satisfaction 
of being a research assistant, intending to leave the employing organization? 
2. Method 
2.1. Participants and Procedure 
 
Relational survey research is used in this study. The target population is research assistants employed as scholars 
in 50/d position in Turkish universities. The accessible population consisted of  305 research assistants working at 
Akdeniz University in four graduate schools in 2007-2008 academic year. All accessible population were given the 
research instruments but 214 research assistants participated in the study responding the instrument properly.  
 
2.2. Instrument 
 
The instrument consisted of two parts: (1) Questions on demographic characteristics of participants; (2) 
Organizational Cynicism Scale (OCS) developed by Brandes, Dhartwadkar and Dean (1999). OCS is a five-point 
Likert- type scale ranging from “completely agree” to “completely disagree”, and consisting of 13 items within three 
subscales called “cognitive”, “affective”, and “behavioral ”. OCS is translated and adapted into Turkish by the 
researchers. Obtained values for test-retest reliabilities for transliteral equivalence of Turkish version are 0.774 
(P<0.01) for “cognitive” subscale, 0.759 (P<0.01) for “affective” subscale and 0.843 (P<0.01) for “behavioral” 
subscale. Exploratory Factor Analysis (EFA) and Confirmatory Factor Analysis (CFA) were applied on the research 
data. Number of factors and items in each factor are obtained similarly in the original scale, and the ratio of total 
variance is found 78.674 % in EFA. Modification are used with one error covariance between item 12 and item 13 (-
0.28), and Goodness-of-Fit (GOF) estimates are the following: Ȥ2/Sd= 1.88; RMSEA=0.077; GFI=0.91 and 
AGFI=0.87 in CFA.  According to Hair, Anderson, Tahtam and Black (1998), these values are acceptable compared 
with the GOF criteria. As a result, three factor construction of the scale is supported by CFA. In addition, explained 
variance and construct reliability are calculated, and obtained the values 0.68 for “cognitive” subscale,  0.83 for 
“affective” subscale and 0.57 for “behavioral” subscale in the procedures of explained variance; 0.92, 0.95 and 0.84, 
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respectively, in construct reliability. Coefficient for Cronbach Alpha  Internal Consistency for  total  0.93, and 0.86, 
0.80, 0.78, respectively for the subscales.   
2.3. Data Analysis 
Data were collected in June / September, 2008 from research assistants employed as scholars in 50/d position in 
Akdeniz University. SPSS 13.0 and LISREL 8.54 statistical package programs are used for data analyses. 
Parametric and non-parametric hypothesis tests are applied based on homogeneity of variances between and among 
groups.  
3. Results (Findings) 
3.1. Organizational Cynicism Scale Score of Participants 
Research assistants have the highest point in the item “I believe that my company (my organization) says one 
thing and does another.” (M= 3.41; SD= 1.14) while the lowest in the item “When I think about my company, I 
experience aggravation” (M= 2.40; SD= 1.17). As illustrated in Table 1, total mean for organizational cynicism is 
2.91, and this value means that the research assistants have organizational cynicism in the moderate level. 
Organizational cynicism is the strongest (M= 3.14; SD= 0.95) in the sub-scale “cognitive” while the weakest (M= 
2.59; SD= 1.14) in the sub-scale “affective”. There are positive and moderate correlations and significant differences 
at the alpha level 0.001 among the sub-scales. 
 
Table 1. Comparions for  the sub-scales in organizational cynicism of the research assistants  
 
Sub-scales t Pt r Pr Sub-scales M SD 
Cognitive-Affective  9.313*** 0.000 0.677*** 0.000 Cognitive 3.14 0.95 
Cognitive-Behavioral 2.638*** 0.000 0.463*** 0.000 Affective 2.59 1.14 
Affective-Behavioral    -5.198*** 0.000 0.522*** 0.000 Behavioral 2.96 0.95 
     Total 2.91 0.85 
    *P<0.05    **P<0.01  ***P<0.001 
3.2 Organizational Cynicism Terms of Demographic Characteristics 
In this sub-title, some comparisons are made on six following variables gender, marital status, age, length of 
service, satisfaction of being a research assistant, intending to leave the employing organization. Table 2 shows t-
tests results for four dependent variables that have two levels. No significant differences are found in all three sub-
scales of organizational cynicism in the variables gender and age while significant differences are found in the 
variables marital status and length of service. Although means of the married / engaged research assistants 
participating in the study are higher than the single counterparts in all the sub-scales, only  the sub-scale 
“behavioral” is found statistically different at the alpha level 0.05. Length of service is another demographic variable 
related to organizational cynicism. In the independent sample t-test, length of service is found a significant variable 
at the alpha level 0.05 for only the subscale “cognitive”.  In this sub-scale, participants having length of service 4 
years or above get higher mean than the length of service 3 years or below.  
 
Table 2. Mean comparisons in terms of the sub-scales in the variables gender, marital status, age, length of service 
 
Independent Variables  Cognitive   Affective   Behavioral   
Name             Level n M SD t M SD t M SD t 
Female 122 3.15 0.94 2.58 1.08 3,03 0,96 Gender 
Male 92 3.12 0.96 
0.284 
2.59 1.21 
-
0.075 2,86 0,93 
1,307 
Single 120 3.04 0.97 2.51 1.12 2,83 0,95 Marital 
Status Married/Engaged 94 3.26 0.91 
-1.633 
2.70 1.17 
-
1.172 3,13 0,93 
-2,280* 
28 age or below  107 3.06 0.98 2.50 1.17 3,00 0,97 Age 
29 age or above 98 3.19 0.91 
-1.044 
2.70 1.08 
-
1.270 2,94 0,93 
0,427 
3 years or below 104 3.03 1.01 2.54 1.31 2,86 0,97 Length of 
service 4 years or above 95 3.29 0.85 
-
2.053* 2.66 0.98 
-
0.784 3,05 0,92 
-1,394 
*P<0.05     **P<0.01   ***P<0.001   
F
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Table 3, shows the results of Kruskal-Wallis H. test in terms of the sub-scales in the variable being satisfied with 
the employing organization. In this variable, Kruskal-Wallis H. test is used because the data are not homogeneous. 
Mann-Whitney U test is used for the making comparisons between the two levels of variable. According to the test 
results, mean ranks are statistically different in all the sub-scales. Participants who are not satisfied with the 
employing organization get higher mean ranks than the other two groups at the alpha level 0.001 in all the sub-
scales. In addition, there is a significant difference between the variable level “partly satisfied” and “not satisfied” in 
the sub-scale “affective”. Participants who are not satisfied with the employing organization get higher mean rank 
than the group of partly satisfied ones. 
 
Table 3. Results of Kruskal-Wallis test in terms of the sub-scales in the variable being satisfied with the employing organization 
 
 
Sub-scale 
Being satisfied with the 
employing organization  
 
n 
Mean 
Rank 
 
F2 
Mann-
Whitney U 
 
A. Satisfied 91 83,17 
B. Partly satisfied 105 123,28 Cognitive 
C. Not satisfied 18 138,44 
25,499*** A-B 
A-C 
A. Satisfied 91 73,80 
B. Partly satisfied 105 127,80 Affective 
C. Not satisfied 18 159,44 
51,701***          A-B 
A-C 
B-C 
A. Satisfied 91 89,42 
B. Partly satisfied 105 117,62 Behavioral  
C. Not satisfied 18 139,83 
15,613*** A-B 
A-C 
                *P<0.05    **P<0.01  ***P<0.001 
Table 4 shows the ANOVA results  in terms of the sub-scales in the variable thinking of  leaving the employing 
organization. According to the related data, there are significant differences in all the sub-scales at the alpha level 
0.001. Scheffe test for the sub-scales “cognitive” and “behavioral”, and Dunnet C test for the sub-scale “affective” 
are used in order to find out which levels of variables differ statistically. Participants who think of leaving the 
employing organization have higher means in the sub-scales “cognitive” and “affective” than the other two groups. 
The highest mean in the sub-scale “behavioral” is obtained from the participants who sometimes think of leaving the 
employing organization.  
 
Table 4. ANOVA results in terms of the sub-scales in the variable thinking of  leaving the employing organization  
  
 
Sub-scale 
Thinking of  leaving 
the employing 
organization  
 
n 
 
Mean 
 
SD 
 
F 
 
Statistical 
Difference 
A.Yes 37 3,76 0,87   
B. Sometimes 67 3,34 0,89 18,454*** A-C, B-C 
Cognitive 
C.No 108 2,82 0,86   
A.Yes 37 3,24 1,20   
B. Sometimes 67 2,97 1,17 20,773*** A-C, B-C 
Affective 
C.No 108 2,16 0,90   
A.Yes 37 3,08 1,05   
B. Sometimes 67 3,29 0,92 8,101*** B-C 
Behavioral  
C.No 108 2,73 0,86   
   *P<0.05           **P<0.01   ***P<0.001 
4. Discussion 
Findings show that attitudes of research assistants concerning organizational cynicism are at the moderate 
level.Research assistants have the highest point in the item “I believe that my company (my organization) says one 
thing and does another.” while the lowest in the item “When I think about my company, I experience aggravation”. 
The finding of this study is consistent with the finding of Nartgün (2006) who conducted a research on 119 
academics in the Faculty of Education at Abant øzzet Baysal University. Nartgün found that more than one quarter 
of the academics thought about leaving the employing organization in the long term.  
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This study indicates that gender is not found a significant variable in organizational cynicism of the research 
assistants. This finding is incompatible with the finding of Mirvis and Kanter (1991) who reveal male employees 
have the higher level of organizational cynicism than female counterpart have, and the finding of  Lobnika and 
Pagon (2004) who made a research on police officers in Slovenia, and found significantly higher level of 
organizational cynicism in female police officers. However, there are some other researchers Andersson and 
Bateman (1997), Efilti et al. (2008), Erdost et al. (2007), Fero (2005), Güzeller and Kala÷an (2008), James, (2005), 
Tokgöz and YÕlmaz (2008) who did not find any significant differences between male and female employees.  
Marital status is not found a significant variable in the sub-scales “cognitive” and “affective” in organizational 
cynicism of the research assistants. This finding is consistent with the findings of Efilti et al. (2008) and Erdost et al. 
(2007) However, married/engaged participants have higher level of organizational cynicism in the sub-scale 
“behavioral”. Age is not found a significant variable in organizational cynicism of the research assistants. This 
finding is consistent with the findings of Andersson and Bateman (1997), Bernerth et al. (2007), Bommer et al. 
(2005), Efilti et al. (2008), Erdost et al. (2007), Fero (2005), Güzeller and Kala÷an (2008),  James (2007), Tokgöz 
and YÕlmaz (2008). Length of service is not found a significant variable in the sub-scales “affective” and 
“behavioral” in organizational cynicism of the research assistants while there is a significant difference in the sub-
scale “cognitive”, and the research assistants who are employed for 4 years or above in the university have higher 
level of cynicism than their counterparts. This finding is incompatible with the findings of Bernerth et al. (2007), 
Bommer et al. (2005), Efilti et al. (2008), Erdost et al. (2007), Johnson (2007) ve Tokgöz and YÕlmaz (2008). 
According to the findings of this study, being satisfied with the employing organization is a significant variable 
in all the sub-scales, and the research assistants who are not satisfied with the current job have the highest level of 
organizational cynicism. There are significant differences among the three sub-groups in the sub-scale “affective” 
while between the two sub-groups in the sub-scales “cognitive” and “behavioral”. This finding is consistent with the 
finding of Yaman (2007) who brings out that academics are unhappy employees in their universities.Thinking of 
leaving the employing organization is also a significant variable in all the sub-scales. The highest level of cynicism 
is obtained from the research assistants who think of leaving the employing organization in the sub-scales 
“cognitive” and “affective”. Whereas, the sub-group who sometimes think of leaving it has the highest level of 
cynicism in the sub-scale “behavioral”. Because organizational cynicism is a negative attitude, poor conditions and 
inconvenient situations may increase employees’ negative thoughts, emotions and actions. Unfortunately research 
assistants do have job security according to Law of Higher Education numbered 2547. That’s why higher level of 
organizational cynicism of the research assistants is expected and experienced by the university communities. 
5. Conclusion and Recommendation 
Research assistants should be seen as the main staff in the system of higher education because they are the future 
power of not only the universities but also the whole country as the candidates of the academics. Ideals are more 
powerful in youth than the elder that’s why young research assistants having their ideals need to be supported in 
order to actualize them.  Therefore beliefs, emotions and behaviors of the research assistants should be considered 
by the superior. As a consequence, a relational survey is conducted on the organizational cynicism of the research 
assistants. The conclusions obtained from this study are the following: 
x The level of organizational cynicism is moderate.  
x Organizational cynicism is the strongest in the sub-scale “cognitive” while the weakest in the sub-scale 
“affective”.  
x There are positive and moderate correlations. 
x Gender and age are not found significant variables in organizational cynicism of the research assistants. 
x Marital status is only found a significant variable in the sub-scales “behavioral”, and also length of service is only 
found a significant variable in the sub-scales“cognitive”. 
x Being satisfied with the employing organization and thinking of leaving the employing organization are 
significant variables in all the sub-scales. 
Undoubtedly, these results should be considered in the limitations of the research. Because this study is 
conducted in only one university where both researchers are employed, further researches can be made in a greater 
population therefore the findings can be more generalized. In addition, variables causing organizational cynicism 
should be investigated and organizational cynicism should be tried to decrease in the academic environment. It can 
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be suggested that working circumstances be improved in order to reduce the levels of organizational cynicism of the 
research assistants. Comparative studies and usage of some qualitative techniques may be applied by future 
researchers. 
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